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OLRC 2021/22 EXECUTIVE DIRECTOR’S REPORT TO THE BOARD 
 
 

GOVERNANCE 
 
At the Annual General Meeting held on October 20, 2021, members of the Council reviewed the 
Board of Director’s annual report and the financial statements for the 2020/21 year.   
 
In the 2021/22 fiscal year, the OLRC expenditures totaled $361,128, which was less than the 
budget amount of $390,653, largely due to COVID related reduction in travel expenses and the 
delay of in-person Support Staff collective bargaining. Revenues for 2021/22 totaled $399,631 
which is more than the $391,631 budgeted amount, due to a negotiated increase in the fees 
payable by BCPSEA to the OLRC for the Executive Director to perform BCPSEA liaison services. The 
financial statements for 2021/22 are presented separately from this report. Miranda Burdock, 
Secretary-Treasurer in SD 51 was appointed again by the management committee to conduct a 
review of the OLRC 2021/22 financial statements and provided her report to the OLRC Board 
Chair. The management committee responded to the results of the review and accepted the 
findings in a memo that is included in the November 7, 2022 Board package.   
 
All Board meetings for the 2021/22 year were conducted by video conference due to the ongoing 
COVID-19 health and safety considerations and the flooding related issues impacting 
transportation in BC. 
 
The current OLRC Officers are as follows:  Trustee R. Zandee of SD 53 (Okanagan Similkameen), 
Chair, and Trustee Gen Acton of SD 22 (Vernon), Vice-Chair. The management committee consists 
of the Chair, Vice-Chair and Secretary-Treasurer, B. Tisdale of SD 19 (Revelstoke).  Election of the 
OLRC officers will be held in March 2023 for the next two-year term. Congratulations to both Rob 
Zandee and Gen Acton who were re-elected in the Provincial Trustee elections which took place 
on October 15, 2022.  
 
Congratulations to all the trustees who were re-elected to office this October! For the OLRC, the 
Directors who were re-elected are SD 10 - Chris Dixon, SD 19 – Alan Chell, SD 22 – Gen Acton, SD 
51 – Bronwen Bird and SD 53 – Rob Zandee. Our thanks also go out to Gordon Comeau from SD 
58 for his long service as a member of the OLRC Board both as a Director and an Officer and to 
Nancy Rempel from SD 74 for her service and support of the OLRC as a Director. There will need 
to be new Directors appointed to the OLRC Board from SD 58 and SD 74. 
 
OLRC Membership and Staffing 
 
During the 2021/22 year the OLRC had seven (7) member school districts (SD 10, 19, 22, 51, 53, 
58 and 74). The Executive Director of the OLRC also continued to provide contract district liaison 
services to BCPSEA.  
 
The OLRC was staffed by three employees: Ms. Tammy Sowinski, Executive Director employed 
on a full-time basis, Ms. Nikki Cescon, Executive Assistant, Human Resources employed at a 0.8 
FTE level and Ms. Shari Featherstone, Workplace Health Specialist employed at a 0.6 FTE. Ms. 
Shari Featherstone has provided notice of resignation to the OLRC effective November 11, 2022 
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so that she can take on a full-time HR Director role with SD 74. On behalf of the Board and 
member school districts, the Executive Director extends our sincere thanks to Ms. Featherstone 
for her service to the OLRC and the valuable support she has provided to members school 
districts.  
 
Following a review of the district and trustee feedback from the recent OLRC survey, and 
consultation with the Management Committee, the OLRC will be proceeding with posting the 
Workplace Health Specialist 0.6 FTE position.  
 
OLRC Strategic Planning 
 
2020/21 was the second to last year of the current OLRC Strategic Plan.  The OLRC met 
established goals and timelines as set out in the three (3) year Strategic Plan approved by the 
Board at the March 6, 2020 meeting. The Operational Plan for the 2021/22 year was presented 
to the Board at the June 2021 meeting and a Monitoring Report was provided at each Board 
meeting during the 2021/22 school year regarding the status of the annual goals.  
 
There were not any large-scale projects this year due to the workload involved with both the 
planning and preparation for teacher and support staff local and provincial bargaining; however, 
a few notable achievements were the renewal of a three (3) year office lease and ongoing 
efforts to digitize the OLRC office records. Work to update the OLRC Strategic Plan has 
commenced with a member feedback survey which was distributed to staff and trustees in 
October 2022. The survey results will be used to assist with the strategic planning process during 
the 2022/23 year and to provide guidance regarding future opportunities and areas of change.  
 

COLLECTIVE BARGAINING UPDATE 
 

Teacher Bargaining 

2021/22 was the third and final year of the 2019-2022 collective agreements for both teachers 
and support staff.  
 
The current collective agreement between the BCTF and BCPSEA expired on June 30, 2022. A 
Bargaining Procedures Letter of Agreement was signed off by BCPSEA and the BCTF in the spring 
of 2021 which outlined a trial process for local bargaining this round which allowed local 
bargaining tables to open November 1, 2021 and required that they conclude by March 4, 2022. 
The trial process also included the option for parties to request non-binding mediation assistance 
from a Special Process Facilitator (SPF). David Schaub from the Labour Relations Board was 
appointed by the parties to act as the SPF.  
  
The OLRC provided ongoing support to member school districts in local teacher bargaining 
preparations in the spring/summer of 2021 as requested.  Local bargaining plans were submitted 
to BCPSEA for review and approval starting July 2021. Each district was required to have an 
approved local bargaining plan in place prior to the commencement of local bargaining. The 
Executive Director participated directly as spokesperson for the local teacher bargaining teams of 
three-member school districts: SD 10, SD 22 and SD 51. 
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SD 10 was the first OLRC district to conclude its negotiations and sign a local memorandum of 
agreement in January 2022 followed by SD 19, 51, 58 and 74. Prior to the end of the local 
bargaining process the local teachers’ association in SD 53 and SD 22 each made application to 
the Special Process Facilitator (SPF). After meeting with mediator David Schaub at the end of April 
the districts and the local unions accepted the mediator’s recommendations, which substantially 
aligned with the employer positions.  
 
Provincial teacher bargaining commenced on March 15, 2022.  The parties soon signed off on two 
items, a territory acknowledgement for the first page of the collective agreement and a package 
of housekeeping changes. BCPSEA and the BCTF met at the beginning of June and signed off on 
two more items, Article E1 Non-Sexists Environment and the deletion and renewal of several 
LOU’s. Two additional items were agreed to in June, both related to Reconciliation and Indigenous 
Peoples. Bargaining resumed after the summer break the week of August 15 and BCPSEA tabled 
a second wage proposal to be made under the Shared Recovery Mandate to which the BCTF 
tabled a counterproposal. Bargaining reconvened on September 26 and the parties continued to 
have weekly sessions until they reached a tentative agreement on October 28, 2022 after 47 
sessions. The agreement will now need to be ratified by both BCPSEA members (BCPSEA Board 
and Trustees) and BCTF members (teachers).  
 

Support Staff Bargaining 

The current collective agreements between support staff unions and the local school districts 
expired on June 30, 2022. 
 
The Executive Director is a member of the support staff bargaining teams for all seven OLRC 
member districts and acts as spokesperson for them. The Executive Director is also a member of 
the provincial employer negotiation team with BCPSEA and the K-12 President’s Council. 
 
BCPSEA and the K-12 President’s Council commenced provincial discussions in February 2022 in 
the hopes of concluding a Provincial Framework Agreement (PFA) in advance of the expiry of the 
local support staff collective agreements. The Provincial negotiations took place from February to 
April with the parties meeting a total of nine (9) days. The negotiations paused because of CUPE’s 
expressed concerns about the monetary mandate, particularly considering the quickly rising rate 
of inflation. There was a coordinated approach by CUPE to hold off on local bargaining pending 
the resolution of the Provincial Framework Agreement. This resulted in ongoing rescheduling of 
local bargaining dates. The timing of support staff negotiations was also influenced by 
negotiations occurring in other parts of the public sector and the fact that no settlements had yet 
been reached under the new mandate. The 95% BCGEU strike vote which took place in June and 
was actioned in August contributed to a pause in bargaining with the K-12 President’s Council 
during the summer.  
 
Notice to commence local support staff bargaining could have been served by either the union or 
the employer as early as March 1, 2022. In practice, the notice is typically provided by the local 
union to the school district, and it often comes at about the same time around the province. In 
this round of bargaining the notice to commence bargaining was not provided by the union locals, 
except for a few non-CUPE locals. Even though local unions did not provide notice to bargain, the 
notice to commence bargaining is deemed to be served as of 90 days before the expiry of the 
collective agreement in accordance with the BC Labour Relations Code.  



5 | P a g e  
 

The OLRC worked with districts to develop local bargaining plans which were submitted to BCPSEA 
for approval starting in April. The OLRC then worked with districts and CUPE locals to schedule 
bargaining dates during April, May, June and September. Unfortunately, most of the scheduled 
bargaining dates were cancelled by CUPE, with the locals refusing to meet until the conclusion of 
the Provincial Framework Agreement. As of June 30, two of the OLRC districts had concluded 
protocol discussions with their local union, but no districts had commenced full bargaining. This 
was reflective of what was occurring throughout the province.  
 
The tentative agreements reached in September by the BCGEU and the HEU helped to solidify the 
mandate and were the push that was needed to resume BCPSEA and K-12 President’s Council 
negotiations in mid-September. A tentative agreement was reached on September 15, 2022 after 
12 total days of collaborative negotiations. The Provincial Framework Agreement (PFA) was 
subsequently ratified by both BCPSEA and the K-12 President’s Council. It includes a three-year 
term from July 1, 2022 to June 30, 2025 with wage increases of $0.25 plus 3.24% in year 1, a 
minimum of 5.5% and up to an additional 1.25% COLA adjustment in year 2 and a minimum of 2% 
and up to a 1.0% COLA adjustment in year 3.  The PFA also provides a significant allocation of 
ongoing additional money to the districts and locals for use in the local bargaining process. The 
Provincial Framework Agreement sets a deadline of January 25, 2023 for local agreements to be 
ratified to adopt the Framework.  
 
The Executive Director worked with districts at the end of the summer to reschedule bargaining 
dates for October, November and December. SD 22 was the first OLRC district to commence full 
bargaining with an exchange of proposals on October 5 and a Memorandum of Agreement being 
reached at the end of the 4th day. SD 10 began bargaining on October 20 and concluded on 
October 21 after 2 very long days of bargaining. Ratification processes are underway for these 
districts and locals. SD 19 commenced bargaining virtually on November 1 and SD 74 in-person 
on November 3 and 4. SD 51 and 58 are also scheduled to begin full bargaining in November.  
 

LABOUR RELATIONS 
 
The 2021/22 school year was busy for OLRC staff as they assisted districts with preparation for 
local support staff and teacher bargaining as well as provided ongoing support to districts with 
investigations, discipline, contract interpretation, grievance and arbitration management, 
medical leave and accommodation issues, employee conflict, harassment claims, exempt staffing 
issues and navigating the impact of legislative change.  
 
During the 2021/22 year there were 574 files opened which included 278 files involving teacher 
or administrative officer issues and 296 files involving support staff. This represents an increase 
of 14% from the 2020/21 school year.   
 
Over the past year the OLRC supported districts in 33 investigations (20 teacher or AO and 11 
support staff) to pursue complaints from parents, students, co-workers, or district staff which, if 
proven to be true, could result in a disciplinary outcome. During investigations facts, motivation 
and knowledge of expectations are clarified. The outcome to the individual employee is based 
on all the witness and documentary information on the current incident, the information 
provided by the employee, a review of their past performance, a credibility assessment, the 
standards in the workplace and the application of legal principles.  At the end of an 
investigation, it is often the case that the facts are quite different than they first appear. This 
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shows how important it is to conduct a thorough investigation prior to determining what, if any, 
discipline is appropriate.  
 

 
 
Several of the investigations during the 2021/22 year involved serious allegations with findings 
that led to suspensions, terminations and resignations for CUPE, teachers and exempt employees. 
Other investigations initially presented as serious allegations, but after all the facts had been 
gathered, were either not substantiated or were of a much less serious nature than the initial 
allegations. Investigations require a significant investment of time for both district staff and the 
Executive Director. However, it is time well spent. When investigations are thoroughly done, they 
provide the foundation for well-reasoned, defensible decision making on the consequences. 
These consequences are rarely grieved or litigated, which saves a significant amount of time and 
money going forward. The following are a sample of the investigations where the OLRC provided 
support to districts in the past year: 
 

Teachers and AO’s 

• Complaint from parent against a volleyball coach for racist verbal comments. 

Investigation completed – no findings of misconduct. Letter of Direction issued.  

• Complaint from a teacher against another teacher for sexual harassment. Investigation 

completed – no findings of sexual harassment; however, there were serious findings of 

professional misconduct against both teachers. Termination for cause recommended. 

Teachers both resigned.  

• Complaint against teacher for not wearing a mask and being insubordinate. 

Investigation completed – findings of misconduct. Suspension issued. 

• Bullying & harassment complaint to WorkSafeBC against administrators. Investigation 

completed – no findings of misconduct.  

• Complaint against counsellor for physical contact. Investigation completed – findings of 

misconduct. Suspension issued.  
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None of the disciplinary sanctions issued because of investigations into teacher or principal 

misconduct have proceeded to arbitration or civil action.  

Support Staff 

• Bullying & harassment complaint from one custodian against another custodian. 

Investigation completed – findings of misconduct. Letter of discipline issued.  

• Bullying & harassment complaint from one aboriginal support worker against another. 

Investigation completed – no findings of misconduct. Letter of direction issued.  

• Complaint from parent against education assistant making physical contact with 

student. Investigation completed – findings of misconduct. Letter of discipline issued.  

• Complaint from parent regarding a noon hour supervisor making physical contact with 

student. Investigation completed – findings of misconduct. Employee terminated. 

• Complaint of theft of time and an item by a custodian. Investigation completed – 

findings of misconduct. Letter of suspension issued.  

• Complaint of education assistant having issues with professional boundaries. 

Investigation completed - findings of misconduct. Employee resigned.  

None of the disciplinary sanctions issued because of investigations into CUPE misconduct have 
proceeded to arbitration.  
 
Grievances and Arbitrations 
 
Many issues that the OLRC assists districts with are resolved without a grievance being filed and 
of those grievances which are initiated, many are resolved prior to traditional arbitration or 
mediation. However, there is a time and a place for arbitration/mediation and there were some 
active files which either are going or still could proceed to arbitration as of the end of June 2022.   
 
As at June 20, 2022 the OLRC member school districts had 29 active files covered by Coordinated 
Legal & Arbitration Support Services (CLASS). Of those files 20 were teacher and 9 were support 
staff. Teacher and support staff grievances may be referred into CLASS at Step 3 of the grievance 
procedure and legal counsel is typically assigned once a grievance has been referred to 
arbitration.  
 
The following are some of the grievances where the OLRC provided support to districts: 
 

Teachers  

• Grievance regarding the Employment Standards Act amendment and application of the 

5 sick days including payment for TTOC’s calling in sick even if they were not scheduled 

to work that day. Grievance denied. Referred to arbitration. A provincial BCTF 

arbitration on this issue is also in process.  

• Grievance related to benefit plan coverage for teachers on temporary contracts. 

Grievance denied. Referred to arbitration.  
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• Grievance regarding whether a teacher’s sick bank was properly restored after receiving 

payment from WorkSafeBC. Grievance denied. Referred to arbitration.  

• Grievance related to the district not forming a joint committee outlined in the collective 

agreement prior to developing and implementing a new curriculum document. 

Grievance denied. Referred to arbitration. 

• Grievance relating to technology form being used by a district and the potential for 

future payroll deduction. Grievance resolved. 

• Grievance related to employees who were falsely accused of misconduct by students. 

Grievance resolved.  
 

Support Staff  

• Grievance and human rights claim for discrimination related to a disability filed related 

to allegations that the employer failed to pay sufficient WorkSafe BC top up pay and 

failed to properly accommodate the employee. Grievance denied and then was 

withdrawn by the union at Step 3. The employee filed a human rights claim. The 

employer has filed an application to dismiss the claim.  

• Grievance regarding employer failing to properly prorate vacation entitlement for 12-

month regular employees prior to attaining their first year of service as of June 30 and 

that employer is failing to provide those regular employees with access to their full 

vacation entitlement at the start of each vacation year, using the common date of June 

30. Grievance later withdrawn.  

• Grievance relating to whether the collective agreement language considered waiting 

time in the calculation of hours worked for the purposes of overtime for bus drivers. 

Referred to arbitration. Settlement reached in favor of the employers’ interpretation of 

the language. 

• Grievance related to an alleged posting violation for adding temporary hours to 

education assistance. Grievance resolved.   

• Grievance related to eligibility for ESA sick days for casual employees. Grievance denied. 

Likely to proceed to arbitration.  

 
OTHER ISSUES 
 
BCPSEA District Liaison Contract 
 
The Executive Director continued to provide contract district liaison services to OLRC member 
school districts on behalf of BCPSEA and as per the contract. During the summer and early fall of 
2021, the Executive Director worked with the CEO of BCPSEA and the Chair of the OLRC to 
update the contract and negotiate an increase to the fee in the contract payable to the OLRC 
from $5,500/month to $6,500/month effective November 1, 2021. The last increase to the fee 
was in 2017.   
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As outlined in the contract, the Executive Director participates in regular calls and virtual 
meetings with BCPSEA staff, communicates provincial information to OLRC member districts, 
supports the mid-contract modification process, participates on provincial committees, is 
involved in the management of arbitration cases in CLASS, supports provincially appropriate 
settlement discussions for arbitrations and ensures appropriate responses to district inquiries as 
well as communicating district issues to BCPSEA. As a liaison, the Executive Director also 
participates in scheduled weekly meetings and ongoing communication with BCPSEA as well as 
new employee mentoring. 
 
During the 2021/22 year, the Executive Director participated as a member of provincial 

committees that arose from the 2019-2022 Provincial Framework Agreement, including the 

provincial Support Staff Education Committee (SSEC), BCPSEA Health & Safety Taskforce as well 

as being asked to join the Provincial Job Evaluation Steering Committee.   

The Executive Director also took part in strategic planning sessions with BCPSEA staff as part of 

the development of the new three (3) year strategic plan.  

Child Care Initiatives – Inclusion Bargains 

In the Throne Speech on February 8, 2022, it was officially announced that the Ministry of 

Education was to have the responsibility for child care added to it and become the Ministry of 

Education and Child Care. This change has generated a variety of new child care initiatives 

within school districts.  School District 53 was one of the original school districts in the province 

who began piloting the Seamless Day program which bridges before and after school care with 

the school day for kindergarten and elementary students through the support of the 

kindergarten teacher and Early Childhood Educators. The Seamless Day pilot project has been 

successful and is expanding to include 20 more school districts this coming school year, several 

within the OLRC. When new initiatives, like Seamless Day, add staff directly employed by the 

school district who are doing work that has not traditionally been done in the district, and they 

are not part of the management team, a decision needs to be made as to whether the new 

position(s) should be part of a union. This can lead to an inclusion bargain which expands the 

bargaining unit.  

CUPE is very interested in capturing as much of the new child care work as possible and has 

been advocating for this at the provincial level, including during the Provincial Framework 

Agreement negotiations and through their local bargaining proposals. BCPSEA has a policy 

against voluntary inclusion of new types of employees into an existing bargaining unit without 

going through an inclusion bargaining process. This process helps to determine what, if any, 

parts of the collective agreement require modification for a new type of work which was not 

contemplated at the time the collective agreement was negotiated. BCPSEA and the OLRC have 

been, and will continue to be, working with school districts to provide assistance on the labour 

relations issues connected to the new child care initiatives. The OLRC helped SD 53 negotiate 

the first inclusion bargain in 2019.  
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In the summer of 2021, a template letter of understanding was reached between BCPSEA and 

the support staff unions to enable an inclusion bargain for the new Early Childhood Educator 

positions connected to the Seamless Day program for the expanding number of districts now 

participating. The Executive Director has worked with districts and local unions to confirm this 

letter of understanding as a necessary step in the process to move into the Seamless Day pilot. 

Additional inclusion bargains will be required if school districts assume additional responsibility 

for operating other new programs such as full-day day care. During the spring and summer of 

2022, the Executive Director worked with SD 10 and their CUPE local to negotiate an inclusion 

bargain to support the new Nakusp Early Learning and Child Care Center, which will have various 

programs to provide care for children from 0-12 years of age. This LOU was concluded in early 

November, which allows the district to move forward in hiring union staff for the Center.  

 Exempt Staff 
 
During the 2021-22 year, BCPSEA contracted with Western Compensation to conduct a market 
based total compensation review of executive and exempt staff in the K-12 sector. Western 
Compensation reviewed and analyzed the compensation questionnaires completed by districts 
and has selected external comparator organizations to use in the review. This information was 
then validated by senior staff in the school districts. Western Compensation provided BCPSEA 
with its recommendations for changes to the existing exempt staff salary grids and the regional 
Principal and Vice Principal salary grids.  
 
In mid-July BCPSEA reviewed the proposed grids with the Superintendents, Secretary Treasurers 
and the BCPVPA and updated as needed.  BCPSEA is now working with the PSEC Secretariat to 
present the recommendations to the Minister of Finance for approval. Notification of this 
approval is expected this fall which will enable BCPSEA to communicate exempt compensation 
directions to districts.  
 
The OLRC management committee will review this information along with the ORLC staff 
contracts to recommend salary adjustments for OLRC staff.  
 
Job Evaluation 
 
The OLRC continued to provide direct assistance to SD 22 with their support staff job evaluation 
plan by assisting with job descriptions, coordinating/conducting job evaluation meetings and 
maintaining records.  The OLRC also helped SD 10, SD 51 and SD 58 in the re-establishment of 
their Job Evaluation committees and creation of policies and procedures.   
 
The OLRC provided assistance to SD 22 and SD 58 with their involvement as pilot districts for 
Phase II of the Provincial Job Evaluation Project. The information required of these districts was 
completed and submitted per the required deadlines.  
 
For some OLRC districts the historical information necessary to use the results of the Job 
Evaluation Plan to determine rates of pay has been lost. The OLRC has worked with BCPSEA and 
CUPE to develop an interim process to set rates of pay pending the conclusion of the Provincial 
Job Evaluation Project.  
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Workplace Health Specialist 
 
During the 2021-22 year the Workplace Health Specialist (WHS) continued to respond to steady 
requests from districts for support with a variety of health/medical/attendance matters and 
situations, ranging from routine to complex situations. Management of medical leaves continues 
to be an ongoing area for consultation, particularly when dealing with employees who have 
been off work for longer than several weeks and also when a 3rd party is involved (such as 
WorkSafeBC or LTD insurer).  The WHS coached and supported districts to utilize best practices 
regarding documentation of medical leaves, appropriate timing for information requests, what 
information is needed, who should provide it and what can be requested by the district. The 
support to districts often entails providing them with a custom medical certificate, interpreting 
completed medical certificates, planning next steps and providing guides for communicating and 
speaking with employees about next steps.   
 
The duty to accommodate is an area of ongoing inquiry from districts, particularly when it 
intersects with an occupational injury/illness (WSBC claim), however it has become apparent 
that LTD insurers (Desjardins in particular) are also more aware and mindful of workplace 
accommodations as an option they should explore with (and expect from) employers and 
employees. Currently a notable challenge is in understanding the role of the insurer (whether it 
is WSBC or LTD) and the district, and where/how they intersect with respect to a claim and the 
employer’s duty to accommodate. The WHS predicts this is an area that will continue to evolve, 
with the need to help employees understand how their claim may intersect with a workplace 
accommodation. 
 
The OLRC wishes Ms. Featherstone all the best in her new role as Director of Human Resources 
in SD 74. 
 
 
 
 
 
 
 
 
 
 
 


